Abstract-The aims of this study are two folds, to identify whether intention to whistle blow exists; and to ascertain the relationship between perceived organizational support, channel of communication, attitude and intention to blow the whistle. The study was conducted in seven public offices in West Malaysia, involving 511 employees. The findings indicate that all the predicted elements are moderately associated with the act of whistle blowing. On the other hand, channel of communication is proven to be the most dominant variable where the existence of facilities to complaint is seen as the driver for employees to move forward and tell the truth. Moreover internal programs held by the organizations also supported the findings, as a powerful tool to create awareness of the importance to blow the whistle within the organization setting; while fair and just treatments by the organization have generated trust and confidence amongst the employees where they feel empowered and belongingness. Whistle blowing is also perceived as a new commitment by the respondents as reflecting their loyalties to the organization.
I. INTRODUCTION
The introduction of the Wikileaks is a whistle blowing blog which has been made popular by the media depicting how the society concern for the truth. In business setting, many corporations are now gearing up towards establishing their own internal programs to foster whistle blowing, and upgrading their code of conduct in ensuring the clients" feel protected [1] . It is also believed such a noble act could increase the trust of the clientele and indirectly up-lifting the share prices of the company [2] . Off late, disclosure of corporate adverse actions would create attention for many and the stories usually make cover headlines for most countries. Malaysia is not excluded. Since the year 2000, hit stories of illegal and dishonest behavior have served many headlines in the newspaper and high courts. On the other hand, KPMG Forensic Malaysia identify fraud is the major issue in the country [3] . The disclosure of these wrongdoings reflects the increase of public concerns and interest on the subject of whistle blowing.
Malaysian is exposed to the act of whistle blowing initially made for auditors and employees, mostly in big agglomerations. Although many western countries have gauged higher awareness of blowing the whistle, Malaysia was still lacking until the year 2010 in terms of blueprints especially to protect informers. The year 2010 has marked a history for the country where the Whistle Blowing Protection Act was passed by the Parliament. The Act offers wider coverage to the public at large who lodge complaints of the mishaps [4] . Moreover, the Prime Minister has made his commitment on war against corruption by pointing out how transparency could gain public confidence [5] .
In spite of the fact that whistle blowing has become the centre of debate and discussion, it is still unknown why some employees who observe wrongdoings report it and some are reluctant to act, or being "silent observer". In addition to that, although many cases have been revealed by whistle blowers, it is believed many more are still concealed. The act of stepping up and complaint seems to be a taboo especially in Malaysia since the culture favors "keeping things to ourselves" and culturally informed notion that it is "not being our nature to do that" is very strong [6] . What are the determinants for employees to whistle blow? To find the answer to this question, the study aims to discover the elements that relate to individual intention in blowing the whistle in Malaysian context.
II. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

A. Whistle Blowing Intention
Whistle blowing has become a predominant effort in most organizational setting today. The intention to be good and to do deeds that beneficial to the organization is a noble determinant attempt of employees to ensure both party rights are protected. This new insight of whistle blowing is perceived as many ethical scholars as "a new commitment" where employees produce their loyalties towards the organization [7] . Robbins and Judge identify one"s intention derived from individual attitude which development from the mixture of cognitive and affection that expressed by evaluating an entity with some degree of favor or disfavor [8] . In other words, with instilled values, norms, cultural traits, emotions, and personal experiences, an employee would be able to find as to whether the action that he made is on the right track or elsewhere.
However, whistle blowing is normally not welcome, as some argues that telling the truth will rupture the reputation of a company and trust of the clients [1] . It takes courage to step forward and rectify the adverse action especially when the informer is potential to be retaliated. On the other hand, to whatever extent of retaliation fear which employee faces, the cluster of self belief will be directing one"s intention to act thus in this case, the same principle is applicable [9] . With these arguments, and the current condition in the population, we suggest that:
H1: There is intention to whistle blow in studied organization
B. Perceived Organizational Support
At the organizational level, the management support is regard as the main host to encourage employees to whistle blow. Perceived organizational support refers as the extent to which employees seize that organization values their existence and care for their well-being [10] . As highlighted by Levinson, "the personification of an organization can be abetted by the organisation"s legal, moral and financial responsibility for the actions of its agents, by organizational policies, norms, and culture that provide continuity and prescribe role behaviours; and by the power the organisation"s agent exert over individual employees" [11] .
As a simple explanation of the above, employees would feel comfortable, favored or liked with the working environment and treatments which the organization offers. This would be an indication that reflects the organization has given serious attention to the employee needs and wellbeing. In addition to that, it will build confidence and trusts between employee and organization that they are one entity and exist interdependently. For example, an employee is aware that his organization is ready to reward increased work effort and performance; and a state that organization are providing aid when needed in order to carry out task effectively [12] .
The other aspects that is strongly associated with perceived organizational support is variety of rewards and favorable working conditions, such developmental experiences which allowing employees to expand their skills, given autonomy in his job territories, visibility to and recognition from the top management [12] . These supports usually would increase employees" certainty towards their supervisor who they perceived as a person who listens to their difficulties and appreciate their efforts. This indirectly opens the door of reporting any observed mishaps in the organization. Since the supervisors are representing the organization and are the ones who evaluating employees and communicating the organizational goals and values to the employees, any kind of treatments by the supervisors are considered as organizational support [12] . Therefore, we suggest that:
H2: Perceived organizational support is positively related to intention to whistle blow C. Channel of Communication
There is basically two medium for whistle blowers, namely the internal and external channel of communication. Some scholars argue that internal channel should not be regarded as whistle blowing while only external can be accounted [13] . In this matter, as they argue, the internal channel involves normal management procedure and reporting wrong behaviors amongst the staff as an integral part of the said system. Staff problems will be undertaken internally and cases usually do not demand high attention. However, we are in the opinion that internal whistle blowing is perceived as one of the important medium because it highlighted the actual behavior of reporting; regardless it involves less serious issues. Moreover, internal medium is regards as "a precursor to external whistle blowing" when lodged complaints using this tool did not bring any positive result [14] . This stand also supported by Near and Miceli that they define whistle blowing covers internal and external reporting [15] . Simultaneously, Dworkin and Baucus, and Read and Rama state that whistleblowers have a choice whether to whistle blow internally or externally [16] since both of the mediums are literally available in the informers" setting.
On the other hand, disclosing malpractices externally is said to be disastrous compare with internal medium. In many cases, organization favors internal whistle blowing because it could minimize any unintended risk for the company as the problem is not made public [17] . In addition to it, internal channel of communication would help the company to sense the problem before it gets serious and opportunity to deal with the problem domestically [18] .
The act of external whistle blowing is an indication that there exist deficiencies in the structure of organization, inadequacy of the communication channels in the organization and failure of management to deal with the whistle blower"s complaints. However, the intention to external whistle blowing might be retarded if the organization provides an avenue for hearing and dealing ethical issues internally. Therefore procedures for internal grievance and any complaints of wrongdoings or unethical practices could be investigated and dealt with immediately. With these arguments, we noted that the intention to whistle blow depends on the likelihood of channel of communication availability. We suggest that:
H3: Channel of communication is positively related to intention to whistle blow D. Attitude towards Whistle Blowing
It would be sensible to rely on employees to blow the whistle as they are the ones who have the knowledge about mishaps of their organization but it is not that simple [19] . For example Applebaum cited a study conducted in the United States by the Ethics Resource Center that 44% of all non-management employees don"t report the misconduct they observe for fear of retaliation [19] . Similarly, Rocha and Kleiner state that the potential whistle blower is in a dilemma between what is right and suffering the consequences, or just being quiet and pretending it does not exist [19] . Whistle blowing is a complex issue to address, due to the fact that employees face an extremely difficult choice between their loyalty to the organization on the one hand and their moral and social obligation to do the right thing and face the consequence of blowing the whistle on the other [19] .
In another situation, some authors perceive that whistle blowers can actually benefit their employers by offering solutions to work problems. By informing the top management about wrongdoings it gives them a chance to correct the malpractices before the problem escalates. Therefore, instead of posing a challenge to an organizations" authority structure, the disclosure is positively encouraged and employers should provide a channel for reporting. Without a mechanism for employees to raise their concerns, the problems will not be addressed and hence, there is a tendency for the employees to raise the matter externally.
Some writers point out that the motive of disclosing some acts alleged to be malpractices is simply to embarrass a superior or co-worker or to further highlight their own interest. With regard to the above situation, Batson views that whistle blowing generally are not always an act of pure altruism. He points out that there often exists "a desire within one organism to increase the welfare of another as an end-state goal" [20] . On the other hand, the act of whistle blowing according to Dozier and Miceli can be viewed as both selfish (egoistic) and unselfish (altruistic) depending on the motives on the part of the actor. If whistle blowers are motivated purely by altruism, and if they act strictly to benefit others then they will report with good intent. If the organization has positive normative and affective buy in by staff then fear of repercussion or retaliation will be minimal. However, if the act is viewed as prosocial behavior according to Staub, then the act of whistle blowing may have more complex motivations in personal advancement as well as ethical commitments. Whistle blowing in this example may be intended to benefit others and the organization but also intended to benefit them by getting rewards [20] . On the other side of the coin, issues of bad perception in telling the truth plays an important role in hindering them to whistle blow, literally in Malaysian culture. The dilemma occurs when the conflict between reporting a friend"s adverse action and the culture of not telling bad things about others could hamper one to act. What some staff identifies as perceived unethical activities may not be perceived by others as serious misconduct thus they are unlikely to report on this matter. These points lead to the importance of a shared ethical frame of reference in organizations. However, matters pertaining to obvious illegal conduct would hopefully drive committed staff to blow the whistle [21] . Public servants normally portrayed as acting on motives of duty and the ethical integrity promotes the idea of positive image of public service. Predictors such as low job security and high public interest in public servants can shape a positive attitude to whistle blow. With these arguments, we suggest that:
H4: Attitude towards whistle blowing is positively related to intention to whistle blow
III. METHODOLOGY
The study was conducted in seven public offices located in West Malaysia, with a total of 1,043 employees. Census sampling technique has been adopted, since we have full access to the offices. This is also in ensuring everyone has a chance to be involved in this study. A self-administered questionnaire was used for data collection. All survey items were used from all validated scales, and the properties of scales were assessed in terms of item consistencies. Literally, the research instruments consist of five sections: Section APerceived Organizational Support, we adopted and adapted from [21] ; Section B -Channel of Communication, from [22] ; Section C -Attitudes towards whistle blowing, from [23] ; Section D -Whistle blowing intention was adapted from [23] ; and final section, Section E -Demographic profiles.
Responses were recorded using 6-point Likert-type scales. The data collected were analyzed using Statistical Package for Social Science (SPSS) version 20.0.
The reliability test indicated that the value for Section A, α = 0.795; Section B, α = 0.787; Section C, α = 0.939; and Section D, α = 0.726, and the overall reliability of the instruments is α = 0.923. The summary of the reliability test are as follows: 
IV. RESULT
The demographic profiles of the respondents will comprise the sex, age, ethnic group, marital status, the level of education and the level of position held in the public offices. The data shows that the woman respondents is higher that the male respondents which participated in the study. The women respondents represent 296 (57.9%) while the male 215 respondents (42.1%). For the age cohort, the data indicated majority of the respondents are amongst 20-29 year old (49.9%); followed by 30-39 year old (33.7%); 40-49 year old (11.2%); 50 and above represented by 19 respondents 9 (3.7%) and 8 respondents (1.6%) were below 20 of age. Moreover, the ethnic group has stated that majority of the respondents are amongst Malays, in line with the fact that most of the public positions are filled by this ethnic group. Indian and Chinese were represented by 1.6% and .9% each. In terms of marital status, at least 344 of the respondents (67.3%) are married and the other 167 are single/divorcee (32.7%). The data also shows that 218 respondents (42.7%) are Diploma/ Sijil Tinggi Pelajaran Malaysia (STPM) and 96 are degree/ master holders (18.8%), which explained a total of 283 respondents (55.4%) holding the executive/ officer post; while 228 respondents (44.6%) are at the other level (non-executive) post in these organizations.
The summary of the respondents profile is indicated in the following Table II: The mean of the study recorded at the value 4.059, and the range between items is at 2.711. These values show that there is intention to whistle blowing amongst the respondents and answered the first hypothesis. We identify that respondents have plan to step forward and revealed adverse actions which they witnessed or faced within their organization. The finding supported by [24] where they posit organizations that encourage whistle blowing and support their organizations with proper channels for reporting would embark awareness on whistle blowing act amongst the employees. This is true as the research findings proved most respondents are aware on how to report and whom to report to. Although whistle blowing are not favored by some organizations which it potentially open up more problems in both external and internal environment, but we could see a positive values development of willingness to tell the truth in the studied organization [10] . More often than not, many initial reporting especially within the organization will incline to curb problems before it grows bigger.
For the second hypothesis, we addressed perceived organizational support positively associated with the intention to whistle blow. The respondents have been asked questions such as "The organization values my contribution to its well-being" and "The organization cares about my general satisfaction at work". The result reveal that there is moderate correlation established where r=0.379 (p<0.05). Hence the second hypothesis is accepted. Perceived organizational support is regard as to what extent the company supports the wellbeing of each worker which they feel needed, appreciated and protected by the organization. It is a form of employer-employee relation predicted by many result favorable outcomes through fair treatment. It can be said that when an employee are well treated, he will be more committed at his work [12] . It is believed that organizational support has to some degree determined the intention to blow the whistle amongst employees, especially when they trust and feel safe with just treatments given by accountable supervisor [25] - [28] . Gaines for example observed that individual who trust their supervisor posses upward communication of problems than do other members in organization [29] . Simultaneously, Blackburn, Graham, Miceli and Near posit that when an individual have firm believe on his supervisor, it increased perceived benefits of reporting relative to the perceived costs [30] - [32] . Put it simply, when trust has been established, an employee tend to report mishaps which he faced or observed without hesitate or threaten by the reprisal by other party. This in turn increases the benefit-to-cost differential, increasing the likelihood of whistle blowing [33] .
The third hypothesis was addressed to identify whether there is positive relationship between the channel of communication and the intention to whistle blow. The analysis discovered that there is positive relationship between the variables, where r=0.436 (p<0.05). The finding indicates majority of respondents are likely to commit with internal channel of reporting than external. Sample questions which been asked are, "There is a system to identify colleagues or supervisors with whom I can share my concerns regarding misconducts or undesirable behavior", and "Organizational environment and the nature of work allow effective whistleblowing practices in my workplace…" The essence of confidentiality and trust must exist to encourage whistle blowing internally although they might turn to external resources, especially when the internal channel failed to result any action from the management [17] . While the literatures noted that external whistle blowing is giving more damage compared to internal reporting, this situation proved that many employees confident with the organizational channel of communication such as channeling their complaints to their immediate supervisors. Whistle blowing through internal channel is considered as a type of internal communication which can minimize any unintended risk to the organization [17] . In addition, internal whistle blowing will allow organization to deal with the matter domestically before it can be made public [18] . On the other hand, a positive outcome of the most recent passed Act, the Whistle blowing Protection Act (2010) and the war against corruptions committed by the Prime Minister can be validated by the result of this study. It is good to know various channels established to support this effort and it existed with protection for public at large. It is important that an individual"s identity be concealed away from the public to avoid future retaliation.
Simultaneously, forth hypothesis tries to recognize the relationship between employee attitudes and whistle blowing intention. The sample of questions asked were testing the respondents to what extent their belief of reporting adverse actions within the organizational setting. Some example of the questions are "Blowing the whistle would help prevent serious harm to an organization", and "Reporting wrongdoing in the workplace is a way for an employee to do his or her duty". The result states that there exist moderate relationship between employees" attitude and intention to whistle blowing, where r=0.362 (p<0.05). With the presentation of the result, we conclude that knowledge and awareness are seen to be the impetus of whistle blowing attitude in any man. The more an employee equip with information, knowing ways how to and to whom to report to, they likely to be ready to step into the reporting chamber [2] . On the other hand, company"s program addressing the vitality of whistle blowing would drive employees to be more confident in executing their duty to the organization. Perpetuating this morally act should be undertaken to socialize and further acculturate the values in the office environment. This effort has synergies with moral philosophy which earmarked by Emanuel Kant, in his Kantian "social contract" that he derived from "reconciliation between authority and autonomy" [34] . In other words, an employee should be enlightened in regards to his rights to whistle blow. Organization should prepare a ground to make employees understand the company"s code of ethics, and other procedures that bind them in the employment. With the knowledge, awareness can be created and employees tend to be open to report mishaps as they realized the significant to do so, for the sake of the organization and themselves.
The data were further tested with multiple regression and we discovered that the most influential factor to gauge the intention of whistle blowing amongst the respondents are availability of channel of communication (R 2 =0.216, p<0.05); followed by perceived organizational support (R 2 =0.174, p<0.05); and one"s attitude towards this morally act (R 2 =0.101, p>0.05). As argued before, availability of channel of communication reflects the organization seriousness and government to combat mishaps as at organizational and societal level. In this case, awareness on the availability of channel are existed and many of these respondents nominated the preferences of using internal than external channel to report wrongdoings. This is consistent with who wrote that Malaysian societal norms inclined to "keep things to ourselves" rather than disclosing others" wrongdoings publicly. In order to deter such "unhealthy" behavior, he suggests for Malaysian to open up self to new norms and work towards this morally act. Besides, our findings prominently postulate that organizations should undertake their roles seriously in nurturing employees not only rules and regulations, but instilling good values within the office environment though organizational culture. For instance, employees are dependable to the employer most of the time and the space created cleavages of opportunity for organizations generate trust within the context [6] . Moreover, the results posit that openness to whistle blowing culture is actually making its way amongst the public servants. At this level, we suggest more organizational programs to be organized.
V. CONCLUSION
In a nutshell, blowing the whistle is not something that easy to commit. The effort to create the awareness on this and immerse it into daily life culture is important to ensure sustainability of the act and generation of honest society can be created. The Malaysian Whistle Blowing Protection Act (2010) has given its society a platform to exercise their obligation to tell the truth of what they have witnessed or come into their knowledge. Since the passed Act, many Malaysian agglomerates and public offices have provided internal program in giving encouragement to the employees to whistle blow and proved honesty could improvise productivity.
The results lead us to a point where whistle blowing is making its way in Malaysia. The findings indicate the intention to blow the whistle has been established amongst the public servants particularly in West Malaysia, where the effort by the employer could not be denied. The effort such as giving rooms for complaints and treating the problem as exclusive and takes action of the said problems, have eventually built confidence and empowered the employees. At the same time, we foresee the role of the supervisor as for the first line of management level which closer to the employees in terms of the daily routine, able to create feeling of belongingness in them. Should such qualities established, the organization can ensure that external whistle blowing is far from possible. More often than not, organizational support such as effective dissemination of information through internal programs is perceived as one of the powerful tool for socialization between employees with the organization"s code of ethics. In materializing this effort, the organization should have a platform to expose the employees with the reality of harms for adverse action to the organization and the association with the employees" yearly reward, such as bonuses, promotions and others. The awareness could foster the act of whistle blowing. The literature suggested the organization should have mechanisms to protect the whistle blowers from retaliation. This is vital to be addressed as confidentiality must be put as a priority in handling reported cases. In this paper, we confirm our conceptual framework that channel of communication, attitude of public servants, and perceived organizational behavior are related to the intention to whistle blowing in studied organizations.
